INTRODUCTION
The problem of the low level of performance of the Civil Servants in Indonesia, simply, can be seen from the low level of attendance in the work units of each civil servant. This is evidenced by the Minister of Administrative Reform and Bureaucratic Reform, Yuddy Chrisnandi, that the low level of civil servant attendance is caused by low employee work discipline (Pattiasina, 2016) . Whereas employee work discipline is an important measure in improving employee performance, because through work discipline, employees with awareness and willingness to comply with all company regulations and prevailing social norms (Hasibuan, 2002) . In addition, the low PNS work discipline that results in low levels of PNS attendance, low performance of civil servants can also be caused by technical aspects of culture or work systems that are less supportive, such as aspects of quality performance will be influenced by knowledge, ability, motivation, environment, leadership, organizational structure of choice of strategy, technology, organizational culture and organizational processes (Sayd, et al. 2016) . In fact, according to Fauza and Wismantoro (2013) sometimes there is a lack of clarity in the main tasks and functions of an employee, such as a high workload (can be caused by a lack of staff, high workload, etc.), and a lack of service compensation for the high workload. Furthermore, based on the Ministry of State Apparatus and Bureaucratic Reform (Kemen PAN-RB) in 2016 released a survey on the Performance of Civil Servants in Indonesia. From the results of the survey it was found that out of a total of 4,498,643 civil servants in
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Indonesia, only 40% of civil servants had certain skills and expertise at work. Meanwhile, the remaining 60% of civil servants have administrative expertise. Based on the results of the survey it is clear why many unknown things about civil servants in carrying out their work, they are only monotonous in work, cannot innovate. Therefore, in the future civil servant recruitment must be improved, the needs of prospective employees must be in accordance with the formation so that the performance of civil servants in Indonesia can experience a significant increase. Higher education is a service organization that relies heavily on Human Resources (HR) in achieving its goals (Arwildayanto, 2012) . That is, universities need skilled and competent human resources. The success of an organization depends heavily on HR utilization activities, namely people who provide energy, creativity and enthusiasm for the organization and play an important role in the operational functions of the organization. Human resources must always be cared for, maintained, maintained and developed by the organization (Hasibuan, 2002; Dessler, 2000) . Odunlade (2012) shows the effect of compensation on job satisfaction, and job satisfaction influences performance. In addition, Waskiewicz (1999) also examined the effect of compensation on job satisfaction through performance. Sopiah (2013) and Salisu (2015) state that there is a relationship or influence between compensation, satisfaction and performance. Meanwhile, Yaseen (2013) also found the same results, namely the existence of a positive and significant influence between compensation and satisfaction. Kusuma (2012) and Sugiyarti (2012) with higher education objects also found the same thing, namely both partially and simultaneously, compensation affects employee performance. On the other hand, Mabaso and Dlamini (2017) also found that compensation is a factor that can affect employee satisfaction, but what is interesting in this study is that benefits (as part of the compensation dimension) have no effect on satisfaction. Maguongo, et al. (2015) shows different things, namely that compensation does not affect job satisfaction. The difference in findings is a gap in this study. Regarding the work environment, Razak (2012) examined the effect of the work environment on job performance and satisfaction. This study found that the work environment has a positive and significant effect on employee performance. Meanwhile, Raziq and Maulabakhsh (2015) , Jain and Kaur (2015) , and Muguongo, et al. (2015) found a significant relationship between work environment and satisfaction. In another study, Oswald (2012) also managed to prove a significant relationship between the work environment and performance. Sugiyarti (2012) and Utomo (2014) in the same context have also succeeded in proving the existence of a strong influence between the work environment and employee performance. Another interesting research is the research conducted by Sofyan, et al. (2016) , which found a different thing, namely that the work environment affects satisfaction, but does not affect employee performance. Meanwhile, research by Amiroso and Mulyanto (2015) also found that the work environment had no effect on employee performance, even though he had an influence on job satisfaction. This can be another gap (research gap) in this study. Work discipline is a trait, behavior or deed that is in accordance with regulations, both written and unwritten (Nitimiharjo, 2008) . Another opinion says that discipline is essentially a genuine obedience that is supported by the awareness to fulfill duties, obligations and behave accordingly according to the rules or norms that apply in a particular environment (Syarif, 2012) . Work discipline, empirically, affects performance (Tumilaar, 2015; Priyono, et al., 2015; Ebuara and Coker, 2012; Agussalim, et al., (2016) . Furthermore, the same results are also shown in other studies that there is a strong relationship between work discipline and employee performance (Triyaningsih, 2014; Wulandari and Alamanda, 2012; and Utomo, 
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Vol 2 (3) December 2018 2014). However, different things are found by Amiroso and Mulyanto (2015) who find that work discipline affects performance. but it does not affect satisfaction, as well as the findings of Sofyan, et al. (2016) , in his research stated that work discipline has no effect on employee satisfaction and performance, and finally the findings of Luviansi, et al., (2012) who found that between work discipline, job satisfaction, and work performance have no significant relationship, this can also be another research gap, which must be proven in this study. The personnel section is expected to be able to bridge between what the organization needs from employees and what is needed by employees. To bridge the information gap regarding various phenomena related to job satisfaction, it is felt the need for a study that discusses the problem. For this reason, this study will examine the effect of satisfaction factors on employee performance further. With hope, that with an understanding of the influence of job satisfaction well, employee job satisfaction will be fulfilled so that they can provide the best performance to the organization. There are many studies that prove that job satisfaction is a determining factor for employee performance, including research conducted by abdulwahab (2015), Amiroso and Mulyanto (2015) , Wahid (2015) , Awan and Asghar (2015) , Owusu (2014) , Khan, et al. (2011) . They have all succeeded in proving the existence of a relationship and the influence between satisfaction with employee performance both directly and indirectly. The same results are also shown in Syanputri's (2009) and Sugiyarti (2012) findings. Job satisfaction topics related to performance have been widely debated in various literature. Zheng Gu, et al. (2009 ), Abdulwahab (2015 , Odunlade (2012), Khan, et al. (2011) and Owusu (2014) showed a one-way effect between job satisfaction and performance, on the other hand Christen's findings (2006) showed the opposite after successfully showing a negative relationship between the effect of performance on job satisfaction, and Luviansi (2012) also showed different is that there is no significant relationship between job satisfaction and work performance. Banjarmasin State Polytechnic (POLIBAN) is a state university located in Banjarmasin City which is engaged in Vocational Fields. As the only vocational state university in Banjarmasin, all employees are required to always provide excellent service to the community. By always providing the best service to the community, of course POLIBAN will continue to grow and increase and be able to compete with other higher education institutions. This is certainly not possible without the support of reliable human resources. POLIBAN strives to provide quality education services. The quality of service provided is inseparable from the concept that puts Human Resources as a key element for organizational success. In creating quality human resources to manage the organization, a healthy and professional work environment is needed, so that compensation is needed, and a work environment conducive to achieving job satisfaction to achieve the goals of an organization. POLIBAN as the object of research, one of which is due to the high demands of the community for universities that can create or provide graduates who are ready to compete in the world of work. In 2018 alone, there were around 50,000 more high school graduates from Kal-Sel who competed for 10,000 seats in ULM (Universitas Lambung Mangkurat) and 1,000 more for POLIBAN itself Ernawati, (Banjarmasin Post, 2018) . Readiness to compete in the world of work can be proven by the high quality and competency possessed by POLIBAN graduates in the future. Therefore, this study will greatly assist the higher education institution as an evaluation and projection material to make future policies in the framework as one of the efforts in improving the performance of higher education as a whole in order to fulfill all existing demands.
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LITERATURE REVIEW Compensation Simamora (2006) argues, compensation is also all forms of financial returns, tangible services, and benefits that employees get as part of an employment relationship. Werther and Davis (1996) define compensation as what employees receive in exchange for their contribution to the company. Compensation is a reward for services provided by a company (organization) to its employees. Such compensation can be in the form of financial compensation and non-financial compensation.
Compensation is one of the main factors in human resource management in organizations. Compensation is very important for both parties, namely for employees and the organization itself, as a medium to attract attention, maintain, and motivate employees to work harder. Because compensation is one reason someone works. Compensation can also serve as the main cause of employee satisfaction (Mabaso and Dlamini, 2017 ). This statement is also supported by Ismail and Razak (2016) which states that compensation and remuneration are complex and multidimensional factors of job satisfaction in higher education institutions. According to Simamora (2006) , the system of giving compensation by the organization to its workers is influenced by various factors. These factors represent the challenge of each organization to determine the compensation policy for its workers. One of the ways in which the management of an organization or company, both public and private, in order to improve employee performance is by providing compensation in accordance with the appropriate standards in which the organization operates (Sopiah, 2013) . This is done no other because compensation is one of the factors that most influence the level of satisfaction and behavior of employees (Jamil and Raja, 2012) . In other words, the higher the compensation received, the higher the satisfaction will be felt by employees. Furthermore, the higher the level of employee satisfaction, the higher their performance will be. The description related to the relationship between compensation and employee performance is supported by some empirical evidence that has been carried out by several researchers including Sopiah (2013) and Jamil and Raja (2012) . Both results of the study found that compensation, both financial compensation and non-financial compensation affect employee performance. Other empirical evidence proves that there is a significant influence between compensation and job satisfaction. This is supported by research conducted by Odunlade (2012), Sopiah (2013) , Mabaso and Dlamini (2017), Salisu, et al. (2015) , Yaseen (2013) , Kusuma (2012) and Sugiyarti (2012) . In Odunlade's research (2012) compensation and benefits can be the cause of employees having high levels of satisfaction. Meanwhile, Mabaso and Dlamini (2017); Maguongo, et al, (2015); and Salisu, et al. (2015) confirm that with good compensation, employees can work better. Meanwhile, Yaseen (2013) asserts that compensation factors such as salary or wages, recognition, promotion, good work, significantly influence the level of employee happiness. Some research findings confirm that job satisfaction can be caused by good compensation. Based on these studies, the following hypotheses are proposed.
Hypothesis 1: There is a significant influence between Compensation and Employee Performance Hypothesis 2: There is a significant influence between Compensation and Job Satisfaction
Work Environment
Safe, comfortable and attractive working conditions are created if the environment around the workplace is safe and healthy. Healthy work environment regulation activities include noise regulation, workplace lighting, humidity and air temperature, service to employee needs, color usage, maintenance of environmental hygiene and provision of various facilities needed by employees, such as lavatories, dressing rooms and places of worship.
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In relation to improving employee performance, an analysis of the environment is very important to know because it relates to motivation, which in turn will improve overall employee performance. There are two reasons why attention to working conditions is important according to Arnold and Feldman (1996) , namely the need for comfort in doing work and their social relations outside the workplace. A comfortable and healthy environment is carried out by a company towards its employees on moral, legal and economic grounds. Morally, managers organize a safe, comfortable and healthy environment that can be caused solely by the basis of humanity. Managers carry out such actions to create a harmonious and conducive work environment. The business is also intended to reduce the likelihood of employees experiencing accidents that can cause suffering for employees and their families. According to Jain and Kaur (2014) , the physical work environment is all that is around the workplace that can affect employees both directly and indirectly. Physical work environment is the workplace of employees to carry out their activities. The physical work environment influences the morale and emotion of the work of employees. These physical factors include air temperature in the workplace, wide workspace, noise, density, and tightness. These physical factors greatly affect human behavior. The physical work environment is also a factor that causes employee work stress that affects work performance (Robbins, 2007) . Non-physical work environment is all the circumstances that occur relating to work relationships, both relationships with superiors and relationships with subordinates of co-workers (Jain and Kaur, 2014) . The work environment, in general, can be another factor that can cause employee performance to improve. Workplace comfort, availability of job support facilities, harmonious atmosphere in the workplace and mutual respect between employees or superiors with subordinates are environmental factors or working conditions that can be a driving force for employees to work well (Raziq and Maulabakhsh, 2015 ) Some reasons related to why a company or organization must be able to pay attention to the work environment is because a comfortable work environment will create high productivity and lack of supporting facilities for work done will cause a significant decrease in employee performance (Jain and Kaur, 2014) . A high level of performance has a correlation with the high fulfillment of facilities and the creation of a good environment in the workplace. Therefore, a work environment that supports the overall implementation of work can encourage high employee performance both in quantity and quality (Razaq, 2012; Sugiyarti, 2012; Utomo, 2014 ). Razaq's findings (2012) relate to the findings of research conducted by Jain and Kaur (2014) , namely that the work environment can create conditions where employees can work productively. With regard to the relationship between the work environment and satisfaction, empirically this has been proven by Amiroso and Mulyanto (2015) ; Jain and Kaur (2014); and Raziq and Maulabakhsh (2015) . In certain situations, the factor that most determines a person can feel that he really enjoys the work he does is that he feels suitable with his work environment (Amiroso and Mulyanto, 2015) . Some of these studies have succeeded empirically to prove that the work environment can create employee job satisfaction. With a good work environment, employees feel happy and happy in completing their work. Based on the description, a hypothesis is as follows.
Hypothesis 3: There is a significant influence between the Work Environment and Employee Performance Hypothesis 4: There is a significant influence between the work environment and job satisfaction.
Discipline
Discipline is an orderly condition in which people who join an organization are subject to existing rules with pleasure. Gordon gives an understanding of discipline as a condition or attitude that exists in all members of the organization who are submissive and obedient to the rules of the organization (Ebuara and Coker, 2012) . Another opinion says, that discipline is essentially a genuine obedience that is supported by the awareness to fulfill the duty of duty and behave accordingly according to the rules or procedures that should apply in certain environments (Kasim, et al. 2016 ). Work discipline is a factor that is also very important in improving employee performance. With the existence of systems and procedures that are applied to all employees, the organization tries to direct employees to support and succeed in achieving organizational goals. Because work discipline is a manifestation of employee awareness to manage, obey and implement organizational rules and procedures (Agussalim, et al. 2015) . With the high awareness of these employees, the employee's performance will also automatically increase (Priyono, et al. 2015) .
Research that supports the influence of work discipline on employee performance has been demonstrated by Agussalim, et al. (2016) , Utomo (2014) , Wulandari and Alamanda (2012) , Triyaningsih (2014) , which emphasized the existence of a positive and significant influence. Meanwhile, Priyono, et al. (2015) and Tumilaar (2015) found that with high work discipline, high job performance will be created by employees based on their own responsibilities and awareness. Meanwhile, Amiroso and Mulyanto (2015) in their findings also indicate that employee performance can be positively influenced by high employee work discipline. Related to the influence between work discipline and satisfaction has been proven by Ebuara and Coker (2012) . The research indicates that the recognition factor which is a motivating factor in complying and carrying out the work as expected can have a positive and significant effect on job satisfaction. Thus, the hypothesis that can be proposed in this study are:
Hypothesis 5: There is a significant influence between Work Discipline and Employee Performance Hypothesis 6: There is a significant influence between work discipline and job satisfaction
Job Satisfaction
Job satisfaction is an important aspect in the practice of human resource management and organizational behavior. This is because job satisfaction can affect happiness, work morale, and employee motivation in increasing their productivity (Mabaso and Dlamini, 2017) . High job satisfaction is highly expected because it relates to positive results and is a sign of a well-managed organization. Job satisfaction is also a measure of a sustainable human development process. In addition, job satisfaction is important for every organization because job satisfaction is a criterion for measuring organizational success in meeting the needs of its members. Job satisfaction is something that is very personal, meaning that you can feel only those concerned, and have the nature of not always being the same between people who are one with the other Arnold and Fieldman (1996) define job satisfaction as job satisfaction is defined as the number of positive influences or feelings that a person receives from his job. When we say someone has high job satisfaction, we mean that the person likes and appreciates his work and feels happy with his job. Meanwhile, Owusu (2014) defines job satisfaction as the level of happiness of an employee towards his work in fulfilling all his desires and needs.
H5: There is a significant influence between innovation and team performance Performance Bernardin and Russel (1993) define performance as an acquisition record that results from the function of a particular job or activity over a certain period of time. Meanwhile, according to performance is "the quality of work and quantity achieved by an employee in carrying out his duties in accordance with the time given to him.
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Hasibuan (2002) argues that there are many ways of measurement that can be used, such as savings, error rates and so on. Almost all ways of measuring performance take into account: quantity, quality and timeliness. Several empirical studies that indicate the same things have also been done from one decade to the next, including those carried out by abdulwahab (2015), Amiroso and Mulyanto (2015) , Khan, et al. (2011 ), Owusu (2014 , Sofyan (2016), Wahid (2015) , Zheng Gu, et al. (2009), and Syanputri (2009) . The findings of these studies are almost all uniform that job satisfaction is positively and significantly influences employee performance.
Regarding to the reciprocal relationship between job satisfaction and employee performance can be seen in the study of Christen, et al. (2006) . He clarified based on the psychological view that the more a person has a good performance in a company or organization, the higher the satisfaction of the work he does. Furthermore, the results of this study found that employee performance positively and significantly influenced job satisfaction. Based on the theoretical and empirical assumptions above, the following hypotheses are proposed:
Hypothesis 7: There is a significant influence between Job Satisfaction and Employee Performance Some previous studies empirically have confirmed the positive and significant influence between compensation and employee performance as found by Sopiah (2013) and Jamil and Raja (2012) . Furthermore, Odunlade (2012), Sopiah (2013) , Mabaso and Dlamini (2017) , Salisu, et al. (2015) , Kusuma (2012) , Sugiyarti (2012) , and Yaseen (2013) have also justified that compensation also affects job satisfaction. With regard to the direct influence between job satisfaction on employee performance, it has also been proven empirically by abdulwahab (2015), Amiroso and Mulyanto (2015) , Khan, et al. (2011 ), Owusu (2014 , Sofyan (2016), Wahid (2015) , and Zheng Gu, et al. (2009) . Departing from the previous research, it can be concluded that the influence that occurs between compensation and employee performance can occur directly or indirectly. Therefore, this study proposed a hypothesis.
Hypothesis 8: There is a significant influence between compensation and employee performance through job satisfaction Empirical evidence from the findings of previous studies said that the work environment affects employee performance (Amiroso and Mulyanto, 2015; Jain and Kaur, 2014; Sugiyarti, 2012; Utomo, 2014; and Raziq and Maulabakhsh, 2015) and the work environment is also positive and significantly affect job satisfaction (Razaq, 2012; Jain and Kaur, 2014) . In connection with research related to the influence of satisfaction on employee performance can be found in research conducted by Abdulwahab (2015) , Amiroso and Mulyanto (2015) , Khan, et al. (2011 ), Owusu (2014 , Sofyan (2016), Wahid (2015) , and Zheng Gu, et al. (2009) . These studies have succeeded in proving a positive and significant influence between job satisfaction and employee performance. Thus, the hypotheses that can be proposed here are:
Hypothesis 9: There is a significant influence between work environment and employee performance through job satisfaction Several previous studies have confirmed that work discipline affects employee performance. This has been empirically proven by Agussalim, et al. (2016 ), Priyono, et al. (2015 , Tumilaar (2015) , Utomo (2014) , Wulandari and Alamanda (2012) , Triyaningsih (2014) , and Amiroso and Mulyanto (2015) . In the study, researchers found that employee performance can be improved through high work discipline.
As for the relationship between work discipline and its effect on job satisfaction, it has been proven empirically by Ebuara and Coker (2012) . In this study, it was emphasized that with someone behaving discipline in work, then psychologically the employee was satisfied with what he did. The influence of job satisfaction on employee performance directly can be seen in detail in Abdulwahab's research (2015), Amiroso and Mulyanto (2015) , Khan, et al. (2011 ), Owusu (2014 , Sofyan (2016), Wahid (2015) , and Zheng Gu, et al. (2009) which generally concludes that satisfaction can improve employee performance. Departing from the results of these studies, the hypothesis proposed is as follows:
Hypothesis 10: There is a significant influence between work discipline and employee performance through job satisfaction 
METHODS
This research is classified as an explanatory research or commonly called explanatory research. This research was conducted at the State Polytechnic of Banjarmasin (POLIBAN) with the object of research of employees who have worked at least one year. the population in this study were the existing civil servants at the Banjarmasin State Polytechnic (POLIBAN) totaling 155 people. Data collection techniques used in this study are using questionnaires and personal interviews. Data analysis using PLS. PLS can be applied to almost all data scales, as a confirmation of theory, as structural modeling with indicators is reflective or formative. This is possible because the algorithm in PLS uses ordinary least square analysis so that the identification of the model is not a problem in the recursive model and does not assume a particular form of distribution of variable measurements. Furthermore, the efficiency of algorithm calculation is able to estimate large and complex models (Ghozali, 2006) . For measuring each variable, an indicator is used which is adapted by several theories that have been used by many researchers. Compensation variables consist of wages, incentives, benefits, and facilities (Odunlade, 2012) . Meanwhile, for the work environment can be measured by the physical and non-physical environment (Jain and Kaur, 2014) ,
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work discipline can be seen from the presence, obedience and accuracy (Ebuara and Coker, 2012) . Meanwhile, indicators for job satisfaction consist of the work itself, cooperation, promotion and supervision (Mabaso and Dlamini, 2017) and for employee performance consists of the quantity of work and quality of work (Jamil and Raja, 2012) .
RESULTS
In the first data analysis, researchers examined instrument validity and construct reliability. To analyze instrument validity, it is said to be valid if the value of the loading factor is more than 0.6 and the value of Average Variance Extracted (AVE) is more than 0.5 for all variables. Meanwhile, discriminant validity is calculated using cross loading with valid indicator criteria in measuring the appropriate variables when the value of the loading factor in the variable matches more than the correlation value of the indicator on other variables. Whereas, for construct reliability or models can be achieved when the Cronbach alpha value and composite reliability is more than 0.6 and 0.7 (Chin, 1995). The results of testing the convergent validity of the variables in the study are presented in the following To know the reliability of construct there are some testing that is discriminant reliability (AVE), cronbach alpa and composite reliability. The criteria for each of these tests are constructively reliabel constructed if discriminant reliability (AVE) has a value greater than 0.5, cronbach alpha is greater than 0.6, and composite reliability is greater than 0.7. The results of discriminant reliability (AVE), cronbach alpha, and composite reliability can be seen in Table 2 . R2 employee performance variables have a value of 0.619 or 61.9%. This shows that employee performance variables are able to be explained by compensation, work environment, work discipline, and job satisfaction variables by 61.9%. Meanwhile, the remaining 38.1% is the contribution of other variables that were not part of this study. R2 variable job satisfaction has a value of 0.189 or 18.9%. This shows that the variable job satisfaction can be explained by the compensation variable, work environment, and work discipline by 18.9%. Meanwhile, the remaining 81.1% is the contribution of other variables that were not part of this study. Q2 (Q-Square Predictive Relevance) this study is valued at 0.691 or 69.1%. This also means that the diversity of employee performance variables can be explained by the overall model by 69.1% or in other words the contribution of compensation, work environment, work discipline, and job satisfaction to employee performance is 69.1%, while the remaining 30.9 % is the contribution of other variables that are not a concern in this study.
To test and find out whether there is a relationship or influence between variables developed in the model that is the influence of exogenous variables on endogenous variables. Testing the hypothesis here is based on the value of t-Statistics, where the test criteria are if the value of t-Statistics (t-Calculate) is greater than t- Table ( (2018) Based on the path diagram above it can be seen that from the relationship of the five variables in the model, the relationship or influence between compensation (0.849) and work environment (0.439) on employee performance is insignificant. This happens because all the t-statistics values of the relationships between these variables are smaller than t- Table 1 .96. Meanwhile, the correlation between the influence of work discipline (2,419) and job satisfaction (19,384) on employee performance shows significant results. The value of the t-statistic relationship between these variables is greater than t-table 1.96. Meanwhile, for the influence of the work environment (3,584) and work discipline (3,238) on job satisfaction, all showed significant results. In contrast to this relationship, the correlation between compensation and job satisfaction shows an insignificant influence, namely with a smaller ratio of t-statistics and t-tables, 1,310 <1.96. Based on Table 4 above the profit of the results of each hypothesis in this study, which can be used to determine the relationship between positive and significant variables between variables and there is a positive and insignificant relationship. The table explains that out of the 10 hypotheses proposed, there are four rejected hypotheses, namely the influence on satisfaction and performance, discipline on performance, and indirect interaction on satisfaction through satisfaction. In addition, all hypotheses are accepted.
DISCUSSION

Compensation, Job Satisfaction, and Employee Performance
Regarding compensation, Mabaso and Dlamini (2017) stated that high employee motivation can be increased by the high compensation provided by the organization. Compensation provides benefits for both parties, namely for the organization itself and for employees. With compensation, companies or organizations can pay attention to, maintain, and motivate them to stay in the organization, and at the same time can encourage employees to work harder. Because basically, compensation is one of the reasons an employee works. In addition, compensation in an organization can also be a multidimensional factor that can encourage an employee to be motivated to do a better job (Ismail and Razak, 2016) . Furthermore, Odunlade (2012) asserts that compensation can be a factor of success in an organization. From the results of the study, compensation does not affect the performance of the employee's performance is not appropriate or contrary to some previous studies that have been done by previous researchers, namely; Sopiah (2013), Jamil and Raja (2012) who have successfully conducted an empirical test of the relationship of compensation to employee performance. They found that financial compensation and non-financial compensation significantly affected employee performance. Meanwhile, Mabaso and Dlamini (2017), Maguongo, et al, (2015) ; and Salisu, et al (2015) also confirm that with good compensation, employees can work well. But refuting the above studies, this research actually gives a different view regarding the absence of significant influence of compensation on performance. This is also evident from the R2 variable employee performance has a value of 0.619 or 61.9% which means there are still 31.9% of which variables are not yet known which are not included in this study that can give effect to the performance of employees in POLIBAN. These results prove that there is no strong relationship between the two variables with a positive correlation, meaning that even though the X2 variable is high, the changes that occur in the Z variable are not too significant. This also means that the existence of a high X2 variable, from several indicators, does not affect the Z variable (along with its indicators). Theoretically, Ismail and Razak (2016) state that compensation is one factor where employees can feel their needs are met. With the fulfillment of these needs, then naturally they will feel happy. So, in other words, compensation can be concluded to provide satisfaction to employees. The findings in this study, regarding the absence of the effect of compensation on job satisfaction, contradicted the research conducted by Odunlade (2012), Sopiah (2013) , Mabaso and Dlamini (2017) , Salisu, et al (2015) , Yaseen (2013) , Kusuma (2012) and Sugiyarti (2012) . They found that compensation can be the cause of employees having a high level of satisfaction. Meanwhile, Yaseen (2013) asserts that compensation factors such as salary or wages, recognition, promotion, good work, significantly influence the level of employee happiness. Some research findings confirm that job satisfaction can be caused by good compensation. However, this research is in line with the findings of Maguongo, et al (2015) , which in his research showed different things, namely that compensation does not affect job satisfaction.
The test results revealed that the variable job satisfaction was not proven to act as a mediator between compensation for employee performance and H8 was rejected. The results of this study contradict the previous research conducted by Sopiah (2013 ), Jamil and Raja (2012 ), Odunlade (2012 , Mabaso and Dlamini (2017), Salisu, et al. (2015) , Kusuma (2012) , Sugiyarti (2012), and Yaseen (2013) . They all succeeded in proving the direct and indirect effects of compensation on employee performance. However, this finding is in line with the findings of Maguongo, et al. (2015) , which in his research found a different thing, namely that compensation does not affect job satisfaction Work Environment, Job Satisfaction, and Employee Performance the work environment does not have a significant effect on employee performance and H3 is rejected. physical work environment and non-physical work environment, will not have an impact on employee performance as seen in the quality of work and quantity of work. Workplace comfort, a harmonious atmosphere, and a close relationship at work and mutual respect between employees or superiors with subordinates are environmental factors or working conditions that can be a driving force for employees to work well (Raziq and Maulabakhsh, 2015) . Jain and Kaur (2014) assert that a comfortable work environment will create high productivity and a conflict-filled work environment among employees will cause a significant decrease in employee performance. But refuting the above studies, this research actually provides a different view regarding the absence of significant influence on the work environment on performance. This is also evident from the R2 variable employee performance has a value of 0.619 or 61.9% which means there are still 31.9% of which variables are not yet known which are not included in this study that can give effect to the performance of employees in POLIBAN. However, on the contrary, the work environment has a positive and significant influence on job satisfaction. The role of the work environment towards job satisfaction, Amiroso and Mulyanto (2015) states that one of the most decisive factors that a person can feel that he really enjoys the work he does is that he feels that he fits his work environment. Raziq and Maulabakhsh (2015) also emphasized that the management of work relationships and emotional control in the workplace (work environment) is a factor that is a medium to motivate employees to feel satisfied with their work. This finding, regarding the influence of the work environment on job satisfaction, is in accordance with research conducted by Amiroso and Mulyanto (2015) ; Jain and Kaur (2014); and Raziq and Maulabakhsh (2015) which state that the work environment has a significant effect on job satisfaction. Likewise, this research is in line with the findings of Sugiyarti (2012) and Khan, et al. (2011) who found that workplace conditions and relationships with colleagues influence job satisfaction. Even though the work environment is not conducive, with management allowing the existence of emergency kitchens described earlier, it gives job satisfaction to employees because they can use the facility. The work environment affects employee performance. The results of this study are in line with previous research conducted by Amiroso and Mulyanto, (2015) ; Jain and Kaur, (2014); Sugiyarti, (2012); Utomo, (2014); and Raziq and Maulabakhsh, (2015) which prove the direct effect of the work environment on employee performance. Whereas, to influence the work environment positively and significantly affect job satisfaction (Razaq, 2012; Jain and Kaur, 2014) . because of the direct relationship between the work environment and insignificant employee performance, and the indirect relationship between the work environment and performance is equally significant, according to Baron and Kenny (1986) in Ghozali (2006) the mediation is called Full mediation. This explains that even though the work environment does not affect employee performance directly, it affects if through job satisfaction. It can be interpreted that with all the shortcomings in the work environment, there is still satisfaction in the environment so that ultimately can improve the performance of employees in POLIBAN.
Work Discipline, Job Satisfaction, and Employee Performance Work discipline has a significant influence on employee performance and H5 is acceptable. With regard to the role of discipline in improving employee performance, Agussalim, et al. (2016) include that work discipline is a very important factor in improving employee performance. In addition, discipline is also one of the elements that play a major role in carrying out and running the organization's wheels (Priyono, et al., 2015) .
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The results of this study, namely work discipline affect the performance of employees, in accordance with several previous studies that have been done by previous researchers, namely ; Agussalim, et al. (2016) , Utomo (2014) , Wulandari and Alamanda (2012) , Triyaningsih (2014) , which emphasized the existence of a positive and significant influence between discipline and employee performance. Likewise with the findings of Priyono, et al. (2015) and Tumilaar (2015) who found that with high work discipline, high job performance will be created by employees based on their own responsibilities and awareness. The findings of this study also confirm the research of Amiroso and Mulyanto (2015) in their findings which also indicate that employee performance can be positively influenced by high employee discipline. However, the results of this study contradict the findings of Sofyan, et al. (2016) and Luviansi, et al., (2012) who found that work discipline does not affect employee performance. This finding, namely work discipline has an effect on job satisfaction, in accordance with several previous studies that have been carried out by previous researchers, namely Luviansi, et al., (2012) who found that work discipline has a strong influence on increasing employee job satisfaction. Likewise, this finding is in line with Tumilaar's findings (2015) which also confirms the influence between discipline and employee job satisfaction. However, this finding contradicts the findings of Amiroso and Mulyanto's (2015) study which found that the relationship between work discipline and job satisfaction was not significant. Furthermore, this finding is also not in line with the results of Ebuara and Coker's (2012) study which confirms that work discipline related to class attendance, supervisor supervision, does not affect lecturer satisfaction. Sofyan, et al. (2016) who found that work discipline had no effect on job satisfaction. It is known that the variable job satisfaction is proven to play a role as a mediating variable between work discipline and employee performance and H10 is accepted. These results indicate that job satisfaction is a predictor of the birth of employee performance. Through job satisfaction, employees can carry out their work properly and effectively, so as to facilitate the organization in improving its performance in order to achieve organizational goals. In other words, the more employees have high job satisfaction, the higher the potential performance of employees in helping the organization realize its goals. The results of this study are consistent with previous studies conducted by Agussalim, et al. (2016 ), Priyono, et al. (2015 , Tumilaar (2015) , Utomo (2014) , Wulandari and Alamanda (2012) , Triyaningsih (2014) , and Amiroso and Mulyanto (2015) . In the study, researchers found that employee performance can be improved through high work discipline. In this study, testing of mediation variables was also conducted to find out whether mediation in this study was complete mediation (complete / full mediation) or partial mediation. The results obtained are independent variables namely work discipline, have a positive and significant influence on the dependent variable, namely employee performance. Whereas, job satisfaction mediator variables also positively and significantly affect employee performance. Furthermore, due to the direct or indirect relationship between work discipline and employee performance are equally significant, according to Baron and Kenny (1986) the mediation is called partial mediation. Partial mediation explains that from work discipline can improve employee performance both directly and through job satisfaction as mediation. This indicates that the work discipline in POLIBAN has been in accordance with Government Regulation No.53 of 2010 concerning PNS discipline in Article 3 stating the obligations that are indicators of discipline, one of which is entering work and complying with working hours. This finding is also in accordance with the findings of Ebuara and Coker (2012) who found that with a person behaving discipline in work, the employee psychologically feels satisfied with what he does. Supported by high job satisfaction, it will produce high employee performance in accordance with the findings of Christen, et al. (2006) which partially and simultaneously found that employee performance can be improved by high job satisfaction perceived by employees.
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The results of this study that job satisfaction has an effect on employee performance, in line with several previous studies that have been carried out by experts, such as Abdulwahab (2015), Amiroso and Mulyanto (2015) , Khan, et al. (2011 ), Owusu (2014 , Sofyan (2016), Wahid (2015) , Zheng Gu, et al. (2009), and Syanputri (2009) . The findings of these studies are almost all uniform that job satisfaction is positively and significantly influences employee performance. Furthermore, these findings are also consistent with the results of Sofyan, et al. (2016) and Christen, et al. (2006) which partially and simultaneously found that employee performance can be improved by high job satisfaction perceived by employees.
CONCLUSION
This study shows that there is no influence between compensation and performance. This is due to compensation that has been categorized as Possible Over skill which means that if compensation is increased further it will not improve employee performance even better. Therefore, POLIBAN Agencies can focus more on work environment variables and work discipline to improve employee performance. the effect of compensation on job satisfaction is also insignificant. The work environment in POLIBAN both physically and non-physically is equally important by employees, although in the case in POLIBAN this research focuses more on the inadequate physical environment to support the performance of employees so that they can contribute to the institution at an even better. Whereas for the work environment towards job satisfaction, it means that even though the work environment is less conducive, with management allowing the existence of emergency kitchen described earlier, it gives job satisfaction to employees because they can use the facility. Work discipline has a significant effect on employee performance. This is certainly caused by a qualified supervision system from POLIBAN, from using fingerprint absences to coming and returning from POLIBAN. Discipline behavior in working and contributing to the progress of institutions that conducted in accordance with the applicable rules can certainly lead to a sense of satisfaction in working. Job satisfaction is proven to be used as a mediator for work environment variables and work discipline, while for mediation the compensation variable is not. Mediation of job satisfaction for compensation for employee performance proved to have no effect either partially or simultaneously. Meanwhile, the mediation of job satisfaction for the work environment towards employee performance has proven to have a significant effect and full mediation which means that the work environment can improve employee performance only through job satisfaction. Finally, the mediation of job satisfaction for work discipline on employee performance proved to have a significant effect and Partial Mediation or partial mediation which means that work discipline can improve employee performance both partially and simultaneously.
